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ABSTRACT
Multiculturalism has been official Canadian policy since 1971. However, racial equity from this
policy has not resulted as there continues to be persistent educational attainment gaps and
underrepresentation among Indigenous and Black Canadians in higher education. Post-secondary
credentials have become essential to success in knowledge economies. Given these attainment
gaps, the purpose of this study was to explore how postsecondary institutions frame and promote
diversity. I conducted a content analysis of strategic planning documents and viewbook
recruitment materials from Canada’s two largest universities (University of Toronto and
University of British Columbia) and sought out any available student racial composition data—a
scarcity in Canada. As expected, I found both universities promoted principles of diversity and
equity positively within their materials. Only the University of British Columbia produced some
student racial composition data. Reliable student compositional data lends credibility to diversity
claims in these documents. Without it, there are serious implications for the enrolment and
success for those who have been historically excluded. Without access and success, patterns of
inequity in labour market outcomes could be perpetuated.

Keywords: Diversity; Equity; Inclusion, Canadian Higher Education; Strategic Plans;
Viewbooks
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Introduction
The Canadian government has embraced Multiculturalism in policy since 1971.
Consequently, multiculturalism has become an integral component in the construction of
Canada's national identity (Berry, 2011; George, Maier, & Robson, 2020). However, some argue
that racial equity has not resulted from this policy (George et al., 2020). Since the publishing of
the Truth and Reconciliation Commission’s (TRC) Report in 2015 and the formation of Black
Lives Matter in 2013, more attention and pressure has been placed on Canada's social institutions
in the pursuit of social justice. At the same time, the transition toward a knowledge economy
means that employers are now requiring post-secondary degrees for positions that previously did
not require them (Côté & Allahar, 2007). With the number of Canadians with post-secondary
degrees on the rise (Côté & Allahar, 2007; 2011), how do Canadian universities provide students
with these credentials for labour market participation while upholding Canada’s multicultural
values? The recruitment and retention of a diverse student body is one avenue that would
introduce diversity into post-secondary institutions. Moreover, racial equity in post-secondary
educational attainment is conducive to an equitable and just society.
The intent of this content analysis was to explore and identify ways in which university
policy documents frame and promote diversity in student populations. Diversity can manifest in
many ways; however, it is ethno-racial diversity, specifically, that was the topic of this research
project. Student groups of interest included, but were not limited to, Indigenous1, International,
racialized Canadian-born, and immigrant students or students that are children of immigrant
parents. Their inclusion in policy documentation was of particular interest as they differ from the
traditional white upper- middle-class student in Canadian higher education. The primary research

1

For this study, the term Indigenous is used to include First Nation, Métis, Inuit, and treaty and non-treaty Indians
and is most often used in the terminology of the policy documents and recruitment materials under investigation.
Statistics Canada (2017b) uses the term Aboriginal where “Aboriginal peoples of Canada are defined in
the Constitution Act, 1982, section 35 (2) as including the Indian, Inuit and Métis peoples of Canada.”
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question of this study is: How do university policy documents and recruitment materials, such as
strategic plans and viewbooks, frame and promote diversity? Secondly, does the availability of
racial compositional data reflect or contradict this framing?
Literature Review
Knowledge Economy and the Massification of Higher Education
Post-secondary credentials have increasingly become synonymous with labour market
success in knowledge-based economies such as Canada (Tholen, 2017). In light of the mass
expansion of universities over the last several decades, university credentials now serve
increasingly as a weeding out or screening mechanism by employers (Tholen, 2020). Further,
employers may now require more credentials than were previously necessary for those to qualify
for and fill positions (Côté & Allahar, 2007) and may use credentials in their selection and
decision-making processes as a form of legitimation (Tholen, 2020). Individuals who previously
did not need a degree to be hired for a position may now be required to attain one. According to
Tholen (2017; 2020, p. 286), educational credentials can serve as a social closure mechanism
whereby employers may close off opportunities according to their “cultural or professional
preferences.” This process of social closure may manifest in new patterns of social reproduction
or reify pre-existing ones (Tholen, 2017) which may make labour market access and success
exceedingly more difficult for some groups over others, as well as have implications for social
mobility.
Postsecondary institutions have become increasingly surrounded by an economic
discourse with a corporate model that places students in the roles of consumers (Côté & Allahar,
2007; Cottom, 2017; Goldrick-Rab, 2016). There is now increased market competition for
students by universities and colleges who have adopted aggressive marketing and branding
strategies (Hartley & Morphew, 2008; Osei-Kofi, Torres, & Lui, 2013). If students are
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consumers out to “purchase” credentials, it is important to examine which students are marketed
to, and how, in order to ascertain whether these targeted demographics are reflective of the
multiculturalism ascribed to Canada’s national identity.
Higher education has continued to massify to include greater proportions of the
population over the past half century. In the academic year of 2012-2013, 41% of American 18–
24-year-olds were enrolled in degree granting programs compared to 25% in 1967-1968. For
some states, that proportion has breached 50% (Pickard, 2016). In the UK, only 4% of 17–30year-olds were entering higher education in 1960-1961 whereas that proportion has increased to
43% in 2012-2013 (Pickard, 2016). As summarized by Pickard (2016), Trow's three phases of
higher education's development are determined by percentage of population entering higher
education and include: Elite at 0-15%, Mass at 16-50%, and Universal at 50+%. As a country's
higher education system moves from elite to universal, education moves from being a privilege
to a right, and eventually an obligation in preparation for an advanced industrial society (Pickard,
2016). At the mass level, Pickard (2016) describes the great diversity in terms of program
offerings and flexibility within and between institutions compared to the relative homogeneity of
elite systems that only service the ruling class.
Canada has also experienced a massification of its higher education system (Kamanzi &
Doray, 2015; Michalski, Cunningham, & Henry, 2017; Statistics Canada, 2017a). Kamanzi and
Doray (2015) found that roughly 47% of 24-year-old Canadians surveyed in the Youth in
Transition Survey had participated in university in 2008. For Canadians aged 25-64, 28.5% had a
bachelor's degree or higher in 2016 (Statistics Canada, 2017a). The proportion of Canadian
women aged 25-34 who have attained a bachelor's degree or higher had increased to 40.7% in
2016 from 32.8% in 2006 while their male counterparts' attainment had increased modestly to
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29.1% in 2016 from 24.8% in 2006 (Statistics Canada, 2017a). If Trow's phases were applied to
the Canadian context, Canada is approaching a universal education system (Pickard, 2016).
The expansion and increased participation of higher education has become an overall
world-wide trend and is not relegated to Western, English-speaking countries (Marginson, 2016).
About one third of the school leaver age cohort (17-, 18-, and 19-year-olds), worldwide, is
participating in higher education and it is still growing (Marginson, 2016). However, some
researchers argue that this expansion has not led to equity in access to all social groups, while
there is also concern over the quality in higher education across institutions (Marginson, 2016).
Marginson argues that for high participation education systems to produce pathways for social
mobility "it is essential to maximise the autonomous allocative social power of higher education
and build egalitarian structures within it" (2016, p. 430). If an increasing number of individuals
around the world are enrolling in universities, is there a commensurate increase in the diversity
of these student populations? In Canada, Michalski and colleagues (2017) have argued that
students enrolled in higher education are more diverse than in the past, yet some groups,
including "those with immigrant status or with minority race/ethnic status" (p. 69) and "those of
Aboriginal or First Nations ancestry" (p. 81) continue to be at a disadvantage in terms of access
to post-secondary education with additional challenges to success. Further, there is a more
nuanced and differentiated experience within groups that calls for more in-depth disaggregated
study (Robson, 2021).
Post-Secondary Educational Attainment in Canada
Black Canadian Educational Attainment
As of 2016, most racial minority census groups displayed a greater proportion of
attaining a university certificate, diploma or degree at the bachelor level or higher compared with
the general Canadian population (Statistics Canada, 2016 c; Statistics Canada, 2017a). However,
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Black respondents were a notable exception. Of those surveyed in 2016 who had attained a
university certificate, diploma, or degree at bachelor level or above, 2.7% identified themselves
as Black (Statistics Canada, 2016c), yet the Black population comprise of 3.5% of Canada's total
census population (Statistics Canada, 2017b). There appears to be an underrepresentation in
postsecondary educational attainment for some Black Canadians. It has also been reported that
28% of Black women ages 25-59 had a bachelor’s level or above compared to 33% of women in
the rest of the Canadian population (Statistics Canada, 2020). However, Black men ages 25-59
achieved a similar proportion of educational attainment compared with men in the rest of the
population at 28% and 27%, respectively (Statistics Canada, 2020). There is an apparent
educational attainment gap for Canadian Black women when compared with women in the rest
of the population (Statistics Canada, 2020).
While there are differences in academic attainment in older cohorts, younger Black
Canadians have high educational aspirations. In 2016, the vast majority (94%) of Black youth
ages 15-25, wanted to obtain a university degree compared to just over 80% of the youth in the
rest of the Canadian population (Statistics Canada, 2020). Despite nearly all Black youth
surveyed wanting to attain a university education, only 60% felt that they would (Statistics
Canada, 2020). In contrast, the rest of the youth sample’s aspirations and perceptions of
likelihood of attending university were a near match at 80% (Statistics Canada, 2020). Further,
for a Toronto area cohort between 2006 and 2011, 25% of Black students had applied and were
accepted to an Ontario university compared to 47% of their white counterparts (James & Turner,
2017). However, the same study reports that 60% of other racialized students both applied and
were accepted to an Ontario university. Unfortunately, when it came to applying to any postsecondary education, 43% of Black students did not apply compared to 17% of other racialized
students and 26% of white students who did not apply (James & Turner, 2017).
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Indigenous Educational Attainment
Canadian policy commitments to multiculturalism over the last several decades have not
resulted in racial equity within educational institutions (Berry, 2011; George, Maier, and Robson
2020; Robson 2021). Researchers continue to argue that there is a dearth of raced-based or racerelated education data in Canada (George et al., 2020; Robson, 2021; Thiessen, 2009). Despite
this scarcity in widely accessible race-based data, researchers have been able to study the
educational attainment of Indigenous students (Bailey, 2016; Gordon & White, 2014; Preston,
2008). Gaps in educational attainment for Indigenous individuals have been identified for those
ages 25 to 64 when compared to the general population (Gordon & White, 2014). The authors
also note an increase in the number of those Indigenous individuals with post-secondary
education (Gordon & White, 2014). Despite positive trends in attainment, less than 10% of
Indigenous Canadians attain a university degree in contrast to over 25% of non-Indigenous
Canadians (Bailey, 2016; Preston, 2008). Even with an increase in the proportion of Aboriginals
(First Nations, Métis, and Inuit peoples) aged 25-64 attaining a bachelor's degree or higher from
7.7% in 2006 to 10.9% in 2016 (Statistics Canada, 2017a), Aboriginals continue to be
underrepresented in their educational attainment in Canada. In 2016, the proportion of the
Canadian population aged 25-64 who identified as Aboriginal was roughly 4.3% (Statistics
Canada, 2016a), yet only 1.66% of those aged 25-64 who had attained a University certificate,
diploma or degree at bachelor level or above identified as Aboriginal (Statistics Canada, 2016 b).
The seventh Call to Action in the Truth and Reconciliation Commission Report (2015)
calls upon the Canadian government to develop a strategy, in collaboration with Aboriginal
groups, that eliminates educational and employment disparities between Aboriginals and nonAboriginals. This official Call to Action urges the Canadian government to make Indigenous
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educational attainment a priority. This prioritization may be reflected in Canada’s post-secondary
educational institutions and act as an impetus towards prioritizing Indigenous student enrolment.
International Student Enrolment
Canadian universities have seen a vast increase in international student enrolment (Chira,
2017; Thiessen, 2009), with studies reporting a 226% increase in international student enrolment
since 2000 (Sá & Sabzalieva, 2016). According to the Canadian Bureau of International
Education (CBEI, 2018), the top three countries of citizenship for international students are
China at 28%, India at 25%, and South Korea at 5%. International enrolment can play an
important part in two-step migration (Sá & Sabzalieva, 2016) that aligns with Canada's
commitment to multiculturalism (Berry, 2011; George et al., 2020; Shizha et al., 2020). By
obtaining skills-training in Canada, it is hoped that international students can adapt and easily
integrate into society and, in turn, help fulfill labour market demands (Sá & Sabzalieva, 2016).
Sá and Sabzalieva also describe how the "internationalization of the student body" (2016, p. 34)
can foster international partnerships and increase university revenue. One caveat to this growth
in revenue is a concern that educational institutions may become dependent on international
student fees that are substantially higher than the tuition paid by domestic students (Sá &
Sabzalieva, 2016). Internationalization of the student body may be a larger contributing factor to
the diversity on campus and the attainment of the Canadian population, but it may also mask the
underrepresentation of Canadian-born minorities.
Post-Secondary Representation
There are many sources that may diversify university student populations. As noted
above, there is still underrepresentation for some racialized minority groups in higher
educational attainment. However, there is also concern about a lack of diversity in other
segments of university communities such as staff, senior leadership, and faculty (Universities
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Canada, 2019) as well as how Canadian universities operate. For example, in an autoethnography
by Dr. Annette Henry, a Black university professor in Canada describes how her university fails
to talk about race and systemic racism as being a normative “Canadian way of doing things”
(Henry, 2015, p.590). She points to the irony that difficult and unpleasant issues remain
unaddressed while many institutions profess that "[w]e especially welcome applications from
visible minorities"—also the title of her piece. Henry (2015) highlights Leonardo's (2002)
discussion of the strategies of white racism that include: an unwillingness to name the contours
of racism, avoiding identifying with a racial experience or groups, and a minimisation of a racist
legacy. Further, Henry (2015) wonders how to make Blackness visible as there is an aggregation
of visible minorities that denies the contours and nuance of colour lines as she espouses the
difficulty of accessing data that include racial difference. Moreover, an absence of race in official
university documents, such as strategic plans, contributes to the erasure of race and subsequent
questions of racialization (Henry, 2015). As one university president stated “[s]tudents, faculty
and staff need to ‘see themselves’ in the institution” (Universities Canada, 2019, 9). Seeing
oneself in a university community helps attract and retain diverse talent (Universities Canada,
2019) and is conducive to a more welcoming and inclusive environment.
Addressing Racial Inequality in PSEs – Equity, Diversity, and Inclusion (EDI) Practices
and Policies
In a survey administered to Canadian universities on equity, diversity, and inclusion
(EDI), slightly over three quarters of universities surveyed reference EDI in their strategic or
long-term planning documents (Universities Canada, 2019). Moreover, 70% of sampled
universities either have an EDI action plan or one is in development (Universities Canada, 2019).
Many of the common challenges universities have faced in making progress on EDI initiatives
include: a dearth of resources, attracting and keeping diverse talent at all levels, lack of data on
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institutional challenges, and little information regarding EDI best practices (Universities Canada,
2019). Further, universities have identified challenges to the recruitment of a diverse student
body including: a lack of data, lack of resources and supports for students, financial challenges,
location, and competition (Universities Canada, 2019). Location is not limited to the remoteness
of a school, but also the diversity of the local community. If an institution resides in a less
diverse community, additional supports that go beyond the campus ought to be considered for
staff, researchers, and students (Universities Canada, 2019). Some suggested practices that have
been identified to recruit, retain, and support underrepresented students include business and
community group partnerships, targeted financial aid, improving transfer pathways, preuniversity preparation programs, making campus a safe space, student supports such as student
centers and coordinators unique to underrepresented groups (Universities Canada, 2019).
Universities Canada (2019) also outlines some major areas for institutions to concentrate their
EDI efforts and resources such as:
•
•
•
•
•

University President's Priorities for EDI for incorporating EDI in their strategic plan
Representation in Senior Leadership
Institutional Strategies, Plans, and Polices that reflect Universities Canada's (2017)
Inclusive Excellence Principles framework
Administrative Structures and Staffing
Student Data Collection and Analysis

These priorities, especially those expressed by university presidents and reflected in strategic
plans, could be lent further credibility with disaggregated race-based data collection and analysis
to identify baseline composition and progress toward stated goals (Robson, 2021). It is through
data collection and analysis that current strengths can be identified along with existing barriers to
advancing EDI (Universities Canada, 2019). These data would also enable institutions to make
evidence-based policy decisions or inform plans and practices to address barriers (Universities
Canada, 2019; Robson, 2021). Through data, progress can also be monitored and reported to
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stakeholders (Universities Canada, 2019). Strategic plans help articulate a university’s identity
and priorities (MacDonald, 2019). Other reflections of a university’s priorities can be manifested
in recruitment materials, such as university viewbooks, and disclosure of accountability
information and data. Information gleaned from these sources can demonstrate alignment and
adherence to university aspirations as they provide information on which students are being
recruited and marketed to (Hartley & Morphew, 2008; Osei-Kofi et al., 2013; Pippert Essenburg,
& Matchett, 2013), and data disclosure that allows stakeholders to hold universities accountable
for their publicly disclosed objectives (Ramírez &Tejada, 2019).
Strategic Plans
Strategic plans are one way in which universities can communicate EDI goals and
strategies to the public and other higher education stakeholders. They can be found on university
websites amongst other public accountability documents such as mission statements, financial
statements, and performance indicators. Strategic plans serve to describe how members of the
university community are expected to fulfill social mandates and meet obligations (Sutphen,
Solbrekke, & Sugrue, 2018). Strategic plans can take months or even years to develop with the
input of thousands of community members and have gained global popularity in use over the
past three decades (MacDonald, 2019). Generally, strategic plans guide organizations and their
resource allocation while conveying core values (MacDonald, 2019; Mueller, 2015). Universities
are more compelled than ever to disclose this information as government funding has become
increasingly unreliable, thus requiring more accountability in exchange for what little funds are
provided (MacDonald, 2019). Strategic plans may also be externally shaped by government
funding or global ranking (Sutphen et al., 2018). In addition to promotion and marketing,
university strategic plans may also point to the general direction the university is taking over a
certain time frame (Sutphen et al., 2018). They may also act to “inspire staff, students, and other
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stakeholders” (Sutphen et al., 2018, p.1402). Some plans may be highly symbolic while others
contain a sharp focus outlining specific priorities, strategies, and considerations (MacDonald,
2019; Sutphen et al., 2018). Strategic plans are also integral in developing a university’s identity,
however an ideal balance between staff, faculty, students, and institutional priorities are
conducive to the successful adoption of strategic plans (MacDonald, 2019). Moreover, staff and
leaders are tasked with “living out” an institution’s aspirations (Sutphen et al., 2018). If there is
little consensus or support for these plans, stakeholders may ignore them completely (Sutphen et
al., 2018) or it may serve as a point of division, contention, and confusion (MacDonald, 2019).
Viewbooks
Viewbooks are one avenue in which a university can help communicate to potential
students and their parents how committed they are to diversity. Research on viewbooks has
emphasized the marketing and branding nature of these university and college recruitment
materials (Hartley & Morphew, 2008; Osei-Kofi et al., 2013; Pippert et al., 2013). Viewbooks
play an important role in college choice as they contain the “words, images, and symbols
included in the condensed space of a viewbook [which] constitute the basis on which institutions
choose to begin forming a relationship with their students” (Hartley & Morphew, 2008, p.673).
Osei-Kofi et al. (2013) argue that viewbooks contribute to the understanding and comprehension
of diversity within the context of higher education by prospective applicants and their families.
Findings from content analyses of viewbooks by both Osei-Kofi et al. (2013, 391) and Pippert et
al. (2013) demonstrate that depictions of diversity in their American samples, centered on a
“Black and White world” or dichotomy. Diversity was represented by mostly Black students
with little attention paid to Hispanics and Native Americans (Pippert et al., 2013) with the
seldom inclusion of Asian students that were usually shown in the hard sciences that
promulgated model minority narratives (Osei-Kofi et al., 2013). In fact, these viewbooks gave
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the impression that the racial diversity messages appeared to be for white audiences (Osei-Kofi
et al., 2013). Pippert et al. (2013) add that the angle of diversity in a school, in the eyes of white
future students, may be a means to view themselves as good citizens if they select that school.
Emphasis on diversity also appears to be so pervasive that both research teams recall instances
where universities had photoshopped images to portray a racially diverse student body (OseiKofi et al., 2013; Pippert et al., 2013). It could be argued that if diversity is a priority outlined in
a university’s mission statement or strategic plan, the marketing materials would reflect it as
such. Li (2019) recommends that equity should be standardized across resource allocation,
strategic planning, and assessment- in addition to diversity or cultural offices.
Student Data Collection and Publication
Lastly, in their exploration of Spanish university digital transparency and public, Ramírez
and Tejada (2019) found that university stakeholders place a lot of importance on online
disclosure. By reporting information online, universities are able to be held accountable and that
ought to be integral to communication policy (Ramírez & Tejada, 2019). Thorough and
transparent accountability practices help ensure that the goals and objectives being presented to
stakeholders are truly being met—hopefully, at a substantive and significant level or are in the
very least, lending credibility to a university’s diversity claims. At the moment, there has been a
tendency of universities to collect data on Indigenous students over racialized students at roughly
73% and 25%, respectively, via self-identification surveys (Universities Canada, 2019).
Collection of disaggregated racialized data would enable universities to identify any inequalities
within groups (Universities Canada, 2019). However, some issues have also been reported with
collecting self-identification data: reluctance to self-identify and privacy concerns; lack of
resources; low response rates; inconsistent or obsolete terminology (Universities Canada, 2019).
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Given the importance of diversity to university and the roles played by strategic plans,
viewbooks, and public accountability, I ask the following research questions: How do university
policy documents and recruitment materials, such as strategic plans and viewbooks, frame and
promote diversity? Secondly, does the availability of racial compositional data reflect or
contradict this framing?
Methods
For this study, I conducted a content analysis of policy documents and recruitment
materials from Canada’s two largest universities (University of Toronto and University of British
Columbia) to explore the framing of diversity as well possible equity, diversity, and inclusion
(EDI) practices that may be included. These documents included university strategic plans and
undergraduate viewbooks. Additionally, I sought any publicly released student racial
composition data from each university in the sample. Institutional strategic plans were the main
object of study and were located on university websites under public accountability data.
Undergraduate viewbooks were located under prospective student and undergraduate-specific
webpages.
Both undergraduate viewbooks and strategic plans are materials that a university may use
to market itself (Hartley & Morphew, 2008; Osei-Kofi et al., 2013; Pippert et al., 2013; Sutphen
et al., 2018). It could be argued that the documents may either inform each other or contain
similar messaging about the priorities and identity a university may wish to project (MacDonald,
2019). PDFs of both strategic plans and viewbooks were downloaded for coding. Student racial
composition data were evaluated on an availability basis and were only found in Academic
Experience Surveys and a Student Diversity Initiative reports as PDFs. However, both
universities had expressed some intended plan or strategy to collect data in the future. Overall,
two university strategic plans, two undergraduate viewbooks, and three available student racial
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composition reports form the data set. As shown in Table 1., the selected strategic plans and
viewbooks were the most currently available as I was exploring how diversity is currently being
framed, instead of over time. Both strategic plans were published in 2018, however, U of T’s
research strategic plan covers up until 2023 while UBC’s spans an entire decade. Both
viewbooks were published for the Fall 2021 academic year and were active during their
respective university’s strategic plan. The strategic plans produced a total of 103 pages of
content and the viewbooks provided 100 pages of content. Altogether, 203 pages were included
in this study.
Table 1. Data Set
University of British Columbia
Strategic Plans
Plan Title
Length (pages)
Viewbooks
Length (pages)
Student Data
Available

Shaping UBC's Next Century:
Strategic Plan 2018-2028
78

University of Toronto
Excellence, Innovation, Leadership:
The University of Toronto Strategic
Research Plan 2018-2023
25

34

66

Yes

No

Data Collection
The two universities selected for this research study were University of Toronto (U of T)
and the University of British Columbia (UBC). Both universities’ 2021 world rankings are listed
in Table 2. along with their current full-time student enrolment numbers to help gauge school
size. The decision to only sample two universities was due to the fact that U of T and UBC are
two of the largest universities in Canada with extremely high world rankings and draw in large
numbers of international students. Despite these similarities, both universities have prioritized
different topics within their strategic plans and also differ in the length devoted to the plans.
Moreover, there is a difference in transparency between the universities as UBC has published
some racial composition data on their student population, whereas U of T has yet to do so.
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Table 2. Times Higher Education University World Rankings and Full-time Student
Enrolment
University
T.H.E. World
Full-time Student
Ranking (2021)
Enrolment (FTE)
University of Toronto (U of T)
18th
74,502
th
University of British Columbia (UBC)
34
53,123
Source: Times Higher Education (2021)
Toronto and Vancouver are two of Canada’s largest metropolitan areas and act as
primary hubs for immigration into Canada (Statistics Canada, 2017c). Toronto has also been
deemed the most diverse city in the world by BBC (University of Toronto, 2016). Immigration
acts as a major source of diversity and contributes to the well-celebrated multiculturalism of
Canada. Selecting UBC in Vancouver and U of T in Toronto were appropriate choices for this
study in that the schools are located in ethno-racial and culturally diverse cities. UBC and U of T
are major research institutions with extremely high prestige rankings - both are ranked within the
top 50 universities in the world (Times Higher Education, 2021). High rankings and prestigious
reputations make these schools not only competitive in Canada, but also on the world stage and
are thus able to draw students from across the globe.
Data Analysis
In their article, Hsieh and Shannon (2005) defined qualitative content analysis “as a
research method for the subjective interpretation of the content of text data through the
systematic classification process of coding and identifying themes or patterns” (p.1278). The
authors also quoted Barbara Downe-Wambolt (1992, p.314) who identified the goal of content
analysis as “to provide knowledge and understanding of the phenomenon under study” (Hsieh &
Shannon, 2005, p.1278). I conducted a conventional content analysis (Hsieh & Shannon, 2005)
on university strategic plans and undergraduate viewbooks to investigate how universities
framed and promoted diversity in these documents. For this study I used an exploratory and
inductive strategy to allow for “the categories and names of categories to flow from the data”
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(Hsieh & Shannon, 2005, p.1279). The coding strategy for this study was primarily based on the
strategies of Bengtsson (2016) and Erlingsson and Brysiewicz (2017) in their respective guides
to content analysis. Both guides followed a similar ‘manifest content to latent content’
progression that entailed identifying a meaningful unit (sentences or paragraph of interest),
condensing the meaningful unit, coding, categorization of codes, and sorting categories into
themes (Bengtsson, 2016; Erlingsson & Brysiewicz, 2017). To address to the primary research
question of: How do university policy documents and recruitment materials, such as strategic
plans and viewbooks, frame and promote diversity? any text, whether a sentence or paragraph,
pertaining to diversity was highlighted as a meaningful unit (Bengtsson, 2016; Erlingsson &
Brysiewicz, 2017). Diversity is also an integral part of EDI practices and therefore EDI practices
were coded with the same strategy as diversity. Meaningful units were condensed further and
then coded (Bengtsson, 2016; Erlingsson & Brysiewicz, 2017). I coded sentence by sentence,
line by line and text with multiple concepts were coded with multiple codes (Bielavitz, 2011).
The defining features of a conventional content analysis, as opposed to a directed or summative
content analysis, is that the study begins inductively with observation, codes are then defined
during analysis and derived from the data (Hsieh & Shannon, 2005). The conventional content
analysis approach allowed the interpretation of the text from naturalistic paradigm (Hsieh &
Shannon, 2005). Codes were categorized and, finally, categories of codes were sorted to for
thematic analysis (Bengtsson, 2016; Erlingsson & Brysiewicz, 2017).
Findings
The University of British Columbia: North America’s Most International University
Strategic Plan
As stated within source texts, the University of British Columbia aspires to build a
diverse culture as exemplified in its discussion of the university community (University of
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British Columbia [UBC], 2018). UBC describes its 'people' (students, faculty, staff, alumni and
residents, Indigenous partners, and a list of other volunteers, medical staff, etc.), as a key factor
in the university's functionality while also describing how they make UBC a diverse place to
thrive (UBC, 2018). Community is a predominant theme throughout the university's strategic
plan and viewbook. For example, the first strategy outlined in the plan is entitled "Great People."
Under this strategy, the university intends to "[a]ttract, engage and retain a diverse global
community of outstanding students, faculty, and staff" (UBC, 2018, p.41). This strategy is
meaningful for numerous reasons. It recognizes that its community is comprised not only of
students, but also includes faculty and staff. Moreover, it is all three groups that help contribute
to the university's community of great people. Lastly, it also links diversity with a global
component.
In addition to the UBC's strategic plan's 20 strategies, the document also includes core
areas that define what UBC does as a public university—one of which is local and global
engagement (UBC, 2018). The university states that "[t]he balance of Canadian perspective and
geographic diversity across our student population is a tremendous strength: how we work
together is what sets us apart" (UBC, 2018, p.63). Here, the university depicts geographic
diversity as one of its strengths as well as a point of distinction. The university also touts itself as
North America's "Most International University" as per Times Higher Education (UBC, 2018).
Global engagement is furthered with the connections UBC has made with Asian communities
and those of the Pacific Rim. The university has made “special note” of the increasing numbers
of alumni of East, South, Southeast, Central and West Asian heritage who "bring expertise and
deep connections to the community when they interact with UBC" (UBC, 2018, p.64). The
increases of alumni from these communities also signals that their graduating students are from
these communities and therefore are becoming an increasing larger part of the university's
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overall community. Additionally, UBC argues that its own geographic location, on the west coast
of Canada, and its diversity specifically strengthen their Pacific Rim engagement (UBC, 2018).
UBC also expresses its intent on building a stronger connection with Asian Canadian
communities and has exemplifies this prioritization by commemorating the Japanese Canadian
UBC students who were removed from their homes in World War II, by creating the Asian
Canadian and Asian Migration Studies Program, and founding of the Asian Canadian
Community Engagement Committee of faculty and staff to cultivate respectful community
engagement (UBC, 2018). These initiatives demonstrate that UBC is committed to and has taken
steps to foster a strong relationship and connections with local Asian communities and the global
communities along the Pacific Rim.
Even though UBC is globally connected, it also wishes to demonstrate how locally
integrated it is (UBC, 2018). Part of that local integration is deepening its engagement with its
Indigenous communities and partners. First, the plan acknowledges that the land the university's
two campuses reside are on the "traditional, ancestral and unceded territories of the
xʷməθkʷəy̓əm (Musqueam) and Syilx (Okanagan) peoples, and that UBC’s activities take place
on Indigenous lands throughout British Columbia and beyond" (UBC, 2018, p.9). One of the
university's goals is to "[p]artner with Indigenous communities on and off campus to address the
legacy of colonialism and to co-develop knowledge and relationships" (UBC, 2018, p.13). The
strategic plan also mentions the Indigenous student composition of their domestic student
populations on their Okanagan and Vancouver campuses at 6.9% and 2.9%, respectively.
However, after factoring international students, these proportions of the total student population
shrink. In terms of actions that foster Indigenous engagement, the university has opened the
Indian Residential School History and Dialogue Centre that includes multiple resources, records
and historical materials gathered by the TRC and others. This centre acts as a "source of
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educational and public information for students at UBC and elsewhere" while also providing " a
space that promotes inclusion, respect and accountability" (UBC, 2018, p.23). Regarding
educational programing and curricula, the university also "offers180 courses with Indigenous
content, as well as degrees in First Nations and Indigenous studies and languages," degrees in
First Nations and Indigenous Studies and languages, leadership in Indigenous legal education as
well as establishing the National Indigenous Teacher Education Program for aspiring Indigenous
teachers whose foundation is set on Indigenous identity and cultural heritage (UBC, 2018, p.39).
Despite these efforts, UBC acknowledges that there is more work to do and describes a need to
ensure that a larger number Indigenous students are granted access to a "full range of educational
opportunities" while also addressing the "embedded colonial biases throughout the system"
(UBC, 2018, p.39). Not only is the university continuing its efforts to be more engaged with
Indigenous communities, it also demonstrates its awareness that Truth and Reconciliation are an
ongoing process and part of that process includes respectful partnerships and increased access for
Indigenous students in higher education—one of the TRC's (2015) calls to action. As an
aspirational goal, UBC intends "to be a leader in diversity and equity, we will recruit more
expansively, including Indigenous students, faculty and staff" (UBC, 2018, p.41).
One major theme in UBC’s strategic plan is inclusion and as a public institution, the
university details its responsibility to "ensure inclusion across students, faculty, staff and alumni,
and through all interactions beyond the university. Inclusion is a commitment to access, success
and representation of historically underserved, marginalized or excluded populations" (UBC,
2018, p.20). The university has also established an Equity and Inclusion Office that furthers
UBC's commitment to inclusive excellence. This office employs data collection, conducts case
management, and works with multiple campus groups. Further, the university now focuses
financial assistance on needs-based bursary support and funding for student populations that
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have been historically excluded (UBC, 2018). UBC will continue to review and revise policies to
better reflect EDI and identify areas that need more attention (UBC, 2018). Additional supports
for students found under the strategy "Student Experience" are the increased investment and
attention to develop and the improvement student hubs like the university's Collegia, which help
first-year students find their place and increase a sense of belonging (UBC, 2018). Supporting
students early with spaces like the Vancouver campus' Indigenous Collegia may prevent attrition.
Many of the actions are similar to those outlined in Universities Canada's Equity, Diversity, and
Inclusion report (2019). If successful, representation of equity-seeking groups may increase
among its faculty, student, and staff populations on both campuses. UBC has published racebased student data through their Academic Experience Survey available for the years 2019 and
2020. Ideally, the underrepresented groups that this plan is committing to include in their
university community would increase in the following years as a result of these initiatives.
UBC is a university that takes pride in its distinctive diverse global community. Its
strategic plan demonstrates the school's strong international ties, with its ardent focus on the
strengthening its ties with Asian communities, as well as the university’s responsibility and
intentional commitments to Truth and Reconciliation and Indigenous engagement. When
viewing diversity, more broadly, UBC's strategic plan outlines how it intends to be more
inclusive while indicating to stakeholders specific EDI practices on how it plans on achieving
Inclusive Excellence within the systems and operations of the university.
Viewbook
From the beginning of their strategic plan, UBC stakes the claim that diversity is central
to its success and that the "university is committed to being a place where people from all
backgrounds and perspectives are welcome" (UBC, 2021, p.4). The university's viewbook also
reflects the same emphasis on community as its strategic plan. In fact, numerous testimonials
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from students and alums implicate the university's diverse and welcoming community as an
initial draw for university choice (p.15), what they felt was most distinct about the university
(pp.13-17), and what they liked most about their program (UBC, 202, pp.11&27). Student Nithi
S. explains that "What makes UBC special is the people. It so diverse, yet you feel at home"
(UBC, 2021, p.31). The UBC community as a strength and point of distinction echoes in their
strategic plan. Nithi attributes diversity as a key component in the university community.
According to the viewbook, "[t]here's no typical UBC student, just a community of learners
connected by boundless curiosity" (UBC, 2021, p.4). By saying that there is no typical UBC, the
document is trying to signal that the conceptualization of a typical university student, who for
decades traditionally represented those of the white upper-middle class, is non-existent on this
campus and that all are welcome and included.
Diversity is also exemplified by the images found in the viewbook. There are 26 pages
with photos on them in the material and only two of those pages have only white subjects. The
other 24 pages are full of dozens of students of colour, many of whom are Black, Brown, Asian,
and Indigenous. One photo includes Sylix Dancers while another was taken at the Museum of
Anthropology which has an explicit emphasis on First Nations peoples from British Columbia
(UBC, 2021). Student and alumni testimonials came from individuals from India, UAE,
Philippines, Uganda, Indonesia, and from First Nations communities. These testimonials reflect
the geographic diversity mentioned in the strategic plan and also give a visual representation and
voice to the diversity that exists on campus. A majority of the activities included in UBC’s
viewbook, however, appear to underscore a lifestyle aspect to university life as opposed a
competitive and comprehensive learning environment.
When such a diverse student body arrives on campus, there ought to be supports in place
to ensure their success. Therefore, UBC has declares that it is "committed to providing a safe

FRAMING DIVERSITY AND EDI PRACTICES

22

supportive, and inclusive environment for living and learning" (UBC, 2021, p.10). To support
this statement, the university outlines specific resources for their diverse community which
include spaces like the Global Collegium and Global Lounge for international students (UBC,
2021). For the university's Indigenous student population, UBC lists its Aboriginal Programs and
Services page and makes a suggestion to visit the First Nations Longhouse (UBC, 2021). Austin
B.'s testimonial underscores the importance of the Aboriginal Undergraduate Research Program
that led him to graduate study programs that he was not aware of. Austin is an example of how
targeted programming facilitates success and how they can act as a pathway for further higher
education (UBC, 2021). As Austin has put it, "UBC has done an incredible job supporting and
welcoming the Indigenous student population" (UBC, 2021, p.27). Sabrina M. is also a student
who has benefited from Indigenous specific programming and spaces as she testifies:
This past year, UBC opened the Indigenous Collegia on its Vancouver campus. I love this
space and it was a crucial part of my first-year experience. I'm overjoyed that I can
become a more active member of this space in my second year as I will be working as a
Collegia Advisor. (UBC, 2021, p.13)
Not only was the Indigenous Collegia crucial to her first-year experience, she continues to pay it
forward to other Indigenous students by taking on an advisory role. Lastly, UBC's viewbook
does an excellent job at informing Indigenous students that there are multiple options and
pathways depending on their situation or circumstance. On the Admission Requirements page,
the viewbook lists some of their available options and internet resources such as:
If you do not meet your programs competitive criteria and you are an Aboriginal person
of Canada, UBC will consider your application for certain programs using the Aboriginal
Admission Policy. For more information on the policy, visit https://you.ubc.ca/applyingubc/requirements/aboriginal-students/
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and further:
If you do not meet the university's general admissions requirements, we encourage you to
consider one of the many pathways to UBC, including the Aboriginal Access Studies
program; UBC-Langara Aboriginal Transfer Partnership, or one of a number of transfer
options in the province. For more information, visit https://you.ubc.ca/applyingubc/requirements/aboriginal-students/aboriginal-transfer-partnership/ and
https://you.ubc.ca/applying-ubc/requirements/aboriginal-students/aboriginal-transferpartnership/ (UBC, 2021, p.22)
Here, you truly get the sense that the viewbook is trying to provide Indigenous students with the
tools necessary to get them to campus while Austin and Sabrina's testimonials show what a
student experience for an Indigenous student could look like. As a result, an Indigenous student
can more easily see themselves on campus and make an informed decision during their
university selection.
One shortcoming to UBC's strategic plan and viewbook representation of diversity is that
it mainly adheres only to international and Indigenous students, both in terms of resources
available and recruitment strategies. This is not surprising as most university student data is
collected on only these two groups (Universities Canada, 2019). Given the current social climate,
calls to end anti-Black racism and the oppression of Black Indigenous People of Colour have
increased in number and strength since the murder of George Floyd in the United States.
Society's institutions are currently acting in response to these calls, and it is likely that more
nuanced representation and specific supports and resources may become more common or
excplicit in university documents in the near future.
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Racial Compositional Data
The University of British Columbia did provide some forms of publicly available student
racial composition data. UBC has reported some disaggregate undergraduate racial composition
data in their 2019 and 2020 Academic Experience Survey Reports (University of British
Columbia Alma-Mater Society, 2019; 2020) as shown in Table 3 and a 2020 Student Diversity
Initiative (Finlay, 2019). Recently, they have announced a pilot project for a self-identification
student survey (Zhao, 2020).
Table 3. 2019 UBC Academic Experience Survey Report
Undergraduate Breakdown by Ethnicity 2019 (n = 2,169) and 2020 (n=1,684)
Ethnic Group
2019 Surveyed (%)
2020 Surveyed (%)
Caucasian
911 (42)
657 (39)
Chinese
607 (28)
522 (31)
South Asian
217 (10)
168 (10)
Korean
108 (5)
67 (4)
South East Asian
87 (4)
84 (5)
Hispanic/Latin American
87 (4)
67 (4)
Middle Eastern
87 (4)
84 (5)
Filipino
65 (3)
67 (4)
Japanese
65 (3)
N/A
Indigenous, Metis, Inuit
43 (2)
34 (2)
African, Black, Caribbean
43 (2)
34 (2)
Other
65 (3)
34 (2)
Total
(110)
(108)
Source: University of British Columbia Alma-Mater Society (2019 & 2020)

While UBC shows greater representation of minority groups for their undergraduate student
body compared to the same proportions of those of the 2016 Census population (Statistics
Canada, 2017b), Indigenous and Black populations are underrepresented in the undergraduate
student body for both the 2019 and 2020 surveys at 2% for both groups for both years surveyed
–indicating no change (University of British Columbia Alma-Mater Society, 2019; 2020)
compared to the 2016 Canadian Census population proportions of 4.9% and 3.5%, respectively
(Statistics Canada, 2016a; 2017b). Having two years of data to compare is somewhat useful, but
larger trends may manifest over many years and provide more information to aid in policy
decision making.
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Additionally, UBC was able to show a breakdown of their overall domestic and
international student populations. In 2019, 22% of students surveyed were international
(University of British Columbia Alma-Mater Society, 2019) and that number decreased to 20%
in 2020 (University of British Columbia Alma-Mater Society, 2020). This decrease may have
been impacted by the COVID-19 Global Pandemic that led to the imposition of more stringent
travel restrictions between countries. Further, in their 2020 Student Diversity Initiative, UBC
reports that on their Vancouver campus, the total proportion of respondents who are racialized
sits at 68% with 64% of domestic respondents reported as racialized and 84% of international
respondents reported as racialized (Finlay, 2019). On their Okanagan campus, 33% of
respondents were reported as being racialized where 24% of domestic students were reported as
racialized and a huge majority, at 93%, of international students reported being racialized on the
Okanagan campus (Finlay, 2019). In short, the Vancouver campus is comprised as over double
the proportion of racialized students than Okanagan and of those students coming from abroad,
vast majorities of international students come from racialized groups on both campuses and are
therefore large contributors to racial diversity on campus.
The University of Toronto: Canada's Most Innovative University
Strategic Plan
According to Reuters, the University of Toronto is ranked Canada’s Most Innovative
University (University of Toronto [U of T], 2021) and U of T is among the world’s top researchintensive institutions (U of T, 2018). In playing to its research strengths, the university intends,
through its researchers, to seek answers to the fundamental questions regarding human diversity
(U of T, 2018). Essentially, in this document, U of T has framed diversity as an important object
of study for its researchers and scholars but fails to discuss in depth the aspects of EDI within the
research enterprise such as who is conducting the research. One of the strategic research plan's
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main thematic areas is to "Advance: Governance, Diversity, and Social Justice" (U of T, 2018,
p.1). Additionally, a fairly large section of the plan is devoted to explaining that:
[i]nvestigators that engage with issues of pedagogy, representation, performance, and
recording are giving us better purchase on our shared experiences as human beings, and
on our history. By embracing and understanding difference, and by applying
multidisciplinary tools to critically examine our deepest assumptions and biases about
other people, U of T researchers are helping to fight racism and anti-LGBTQ
discrimination, work for equity and inclusion, understand different ways of knowing, and
promote openness and peace. Personal and public values arise as critical questions in the
work of U of T scholars who are looking to address important questions of fairness,
suffering, human dignity, equity and social justice. (U of T, 2018, p.13)
Here, U of T describes how, with the application of multidisciplinary tools, U of T researchers
can critically examine and confront EDI issues such as: assumptions and biases, racism, and
LGBTQ discrimination—all while working for equity and inclusion. The phrasing of
multidisciplinary tools and critical examination conveys a somewhat removed and clinical
treatment of diversity. The university also declares to remain committed to "[f]ostering equity,
diversity, and inclusiveness, among researchers themselves and among and within research
approaches, methodologies, and ways of knowing" (U of T, 2018, p.20). This quote exemplifies
how EDI can be lived out by its researchers and that EDI practices have been a pre-existing and
are to be a continued component in their research enterprise.
The university also states its "commitment to equity and diversity is central to its public
mission as well as its devotion to the pursuit of excellence. Often our best work gets done when
we come together with colleagues in socially, culturally, and intellectually vibrant environments"
(U of T, 2018, p.22). Diversity and equity, then, help facilitate the university's pursuit of

FRAMING DIVERSITY AND EDI PRACTICES

27

excellence and is framed as integral for an environment where the "best work gets done." This
latter notion of getting the best work done can also demonstrate how work can be impeded when
diversity and equity are missing.
The university aims to ensure equitable and inclusive principles prevail by continuing to
monitor practices, policies, and programs within research and innovation activities (U of T,
2018). Further, the university acknowledges the barriers, biases, and discrimination faced by
Indigenous peoples, persons with disabilities, LGTBQ individuals, and women (U of T, 2108).
The plan argues that through sustained attention and action the university will recognize and
remediate these barriers “to ensure our researchers work and study in an environment free from
harassment and discrimination, and where principles of equity, diversity and inclusion are
interwoven into the U of T research enterprise” (U of T, 2021, pp.22-23). While it is true that
these issues need constant monitoring, attention, and focus, this strategic plan fails to outline that
specific actions that it will take. For instance, in UBC’s strategic plan, the university has
underscored its dedicated Equity and Inclusion Office that intends to collect data and help with
case management and really acts as a resource for the entire university. In the later part of the U
of T excerpt, the university claims that the principles of EDI are to be interwoven in the research
enterprise, but without being very specific (i.e., EDI training for research support staff). It is
difficult to ascertain how widely and deeply integrated EDI principles actually are. One potential
point of concern is that in an attempt to implement an inclusive practice of “ensuring that diverse
voices from less represented groups are included” (U of T, 2018, p.24) on ethics and review
boards by recruiting committed volunteers. Here, there is a failure in recognizing the value in
compensating those less represented voices for their time. Often those who are underrepresented
are expected to do the lion’s share of EDI work in addition to their other commitments. Taking
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on additional burdens may increase risk of burnout and end up producing some unintended
consequences.
Viewbook
The University of Toronto’s viewbook, because it is aimed at prospective undergraduate
students, covers student diversity more deeply than its institutional strategic research plan. In the
viewbook, U of T describes itself as a home to all with over 180 languages and dialects spoken
(U of T, 2021). Within the first few pages, the viewbook reiterates U of T's commitment to
access, equity, and diversity seen in its strategic plan, whiling striving "to recruit students who
reflect Canada's diversity" (U of T, 2021, p.3). In terms of visual racial representation, similar to
UBC, U of T's viewbook pictures consist of a diverse student population in both academic,
recreational, and social settings. Many of students of colour that are shown are Black, Brown,
Asian, and Indigenous. U of T includes a photo of a Pow Wow at the Goldring Centre for High
Performance Sport (U of T, 2021) as well as a picture of Indigenous students surrounding an
Elder in residence (U of T, 2021). Another picture includes the use of a multifaith room
functioning as a site for meditation (U of T, 2021). Having cultural practices represented visually
allows students to "see themselves" on campus and get an overall idea of the university's
accommodations and resources–particularly ones that are culturally specific. Also similar to
UBC, they are very few photos of faculty and staff members, but unlike UBC, U of T's viewbook
photos depicted more non-white faculty (U of T, 2021). Seeing racial representation in positions
of power and amongst communities other than strictly students is a good indicator that diversity
is valued throughout the many levels of the institution. Overall, U of T appears to have a stronger
representation of diversity within the pages of its viewbook while including more images of
academic activities, as opposed to the lifestyle focus in UBC’s viewbook. It is with academic
success, after all, that credentials are attained and set the stage for labour market prospects.
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For international students, U of T provides multiple resources and supports such as an
International Transition Advisor, the International Foundation Program, and the Lester B.
Pearson International Scholarships for exceptional international students (U of T, 2021). For
Indigenous students, U of T has an Indigenous Students Association and an Elder-in-Residence
at First Nations House (U of T, 2021). Other Indigenous supports include Indigenous traditional
teachers on campus, an Indigenous learning strategist, and roughly $6.5 million endowment
devoted to Indigenous students where about $550,000 in funding is dispersed among 110
Indigenous students (U of T, 2021).
Other supports for students include over 60 alumni and mentor programs, as well as
groups for Black and Indigenous students (U of T, 2021). Thousands of students are also
registered, advised, and assisted each year with the tri-campus Accessibility Services Teams
signalling that not only are these services available, but they are widely used. One strength that U
of T displays is its inclusion of mentor programs for Black students and a Black Students
Association (U of T, 2021). Though it is possible UBC has similar programming and supports, U
of T was able to explicitly include supports for Black students instead of only displaying
supports for Indigenous students and the broader group that is the international student body
– which has become common practice for universities. The implications for increased access and
equity, the recruitment of students who represent Canada's diversity, and the availability of
supports and services for student groups is that when these students are recruited, they stay and
graduate. Increased graduation rates can, in turn, contribute to the narrowing of educational
attainment gaps. Near the end of U of T's viewbook material, it urges students to see how a
world class education "levels the playing field" (U of T, 2021, p.58), thus underscoring the social
implications of higher education for mobility. Here, U of T is echoing the adage that education is
a "great equalizer” but entering higher education alone cannot lead to a level playing field. It is
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practices in equity, diversity, and inclusion that ensure students are getting the supports they
need so that access translates to success as well as the possibility of more equitable outcomes in
the labour market.
Racial Compositional Data
The University of Toronto did not have publicly available data at the time of the study
and therefore it can neither confirm nor contradict its diversity claims in the same fashion as
UBC. However, U of T has announced plans for a self-report student equity census (University
of Toronto, n.d.). It is unclear if the data will include racial composition along with other
intersections of diversity such as gender identity, sexual orientation, and disability as well as
whether this data will be published and accessible to the general public. The importance of
collecting disaggregated data is to better understand differences and possible inequalities
between groups (Universities Canada, 2019). Therefore, when a school collects and publishes
this data, it signals a willingness to identify inequalities and areas where barriers exist so they
can be subsequently addressed. Additionally, this data will also lend credibility advancing
diversity claims as it produces a baseline that can be used to assess and measure progression and
change. Without this baseline, evidenced-based policy initiatives concentrating focused on
positive change will be cut off at the knees (Robson, 2021).
Discussion and Conclusion
In answering my How do university policy documents and recruitment materials, such as
strategic plans and viewbooks, frame and promote diversity?, I have found that, through their
respective viewbooks and strategic plans, both the University of Toronto and the University of
British Columbia have framed diversity positively which was not unexpected. While UBC
wishes to build a distinctive diverse global community, U of T aspires to advance diversity with
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its research enterprise. Both universities view diversity as a strength and something to foster and
continue.
UBC’s diverse and inclusive community is what sets it apart and that community has
largely comprised of strong ties with international communities–particularly Asian communities
and those of the Pacific Rim. The UBC community is also one with deepening partnerships with
Indigenous communities. International and Indigenous students appear to be major contributors
to on campus diversity. For U of T, diversity is exemplified by its researchers and is an intense
area of study as per its strategic plan. The undergraduate viewbook depicts diversity, but this
time stemming from its student body and faculty. Both universities outline EDI practices in their
strategic plans, though UBC was far more thorough, and illustrated their supports for
underrepresented groups. These supports are important to help students along from orientation to
graduation that then sets the stage for their labour market participation.
A lack of racial composition data from U of T makes it difficult to answer my second
research question: does the availability of racial compositional data reflect or contradict this
framing? Both schools champion diversity and having data to support that would lend credibility.
However, UBC was able to provide some data that showed greater representation of minority
groups for their undergraduate student body compared to their 2016 Census proportions
(Statistics Canada, 2017b), thus mostly reflecting the diversity the university has been touting in
their documents. What still remains an area in need of improvement is the representation of
Black and Indigenous students in the real proportions of the student population. Despite EDI
practices and efforts to support students, there are still gaps in representation for these two
groups (2% each for both the years 2019 and 2020) and the university will need to evaluate ways
to make their student population more equitable.
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The diversity that is promoted in these documents, along with the many practices and
supports intended to build or advance it, are important in providing stakeholders and prospective
members of these communities with the message that everyone is welcome and that they will
succeed here. Hopefully, this messaging will entice members of all groups of people to come and
learn and work at these universities. Equity in higher educational attainment sets the stage for
equity in the labour force, if based solely on credentials, and can have real and lived
consequences for members of society who have historically been ignored, overlooked, and
underrepresented. If equity, diversity, and inclusion are not pursued, those who have been
historically excluded will continue to be and historical pattens of social inequity will be
reproduced.
A limitation was that there was no respondent to extract constructed meaning from or
probe for further explanation. However, strategic plans by nature are the culmination of
thousands of individuals’ input articulated into a single document (MacDonald, 2019) and could
be perceived as a university’s consensus regarding priorities and intentions. Secondly, this study
was be unable to examine if strategic plans did indeed shape or were adopted in all areas of
recruitment and if those recruitment practices were effective in achieving the goals outlined in
the plans. The sample size was also quite small and therefore this study cannot be generalized to
other universities outside of the study as they, in many ways, have their own objectives and
motivations in their own strategic planning. Despite its lack of generalizability to other Canadian
universities, this study can serve as a point of additional discourse on how policy documents,
such as strategic plans, may frame and promote diversity in post-secondary institutions.
Additionally, using only one investigator may also produce individual bias—this study was at
some additional risk of bias due to the white working-class, female, Canadian-born status of
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myself as the sole investigator. Some experiences and meaning may go beyond my personal
experience and it is important to be reflexive in this aspect of qualitative research.
Another limitation is that these data were collected at a time of intense and rapid social
change. The COVID-19 pandemic and the murder of George Floyd at the hands of police,
sparking international protests against the oppression of Black, Indigenous, People of Colour,
have had profound societal effects that are still taking shape within its institution. Institutions are
now called on to reflect seriously on their values and with that reflection may come an overhaul
of existing policies. It would come as no surprise that the documents presented in this study meet
obsolescence quickly, and are replaced and updated with new values, goals, and aspirations.
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